This study examines the role of organizational trust in the relationship between organizational justice and organizational citizenship behaviors (OCB). A total sample of 191 employees was selected from Syrian private banks. The research findings indicate that there is a significant positive impact of organizational justice dimensions (distributive, procedural, and interactional) on OCB. Similarly, organizational trust positively affects OCB. Furthermore, this study shows that organizational trust plays a mediating role in the relationship between the organizational justice and OCB.
Introduction
The study of organizational citizenship behavior (OCB) has been an important and central part of the literature. Research on OCB has been extensive since the introduction of its concepts in the 1980s (Bateman and Organ, 1983) . The concept of OCB was initially proposed and studied in the US (Podsakoff et al., 1990) . OCB refers to behavior that is not formally requested or directly rewarded but can be functional to the operations of an organization (Smith et al., 1983) . The interest of researchers focused on determining the antecedents to OCB (Konovsky and Pugh, 1994) . The notion of organizational justice has received considerable attention in industrial psychology, human resource management and organizational behavior researches. Organizational Justice, as an antecedent to OCB was supported by many studies (Mayer and Gavin 2005; Frazier et al., 2010) . Along with organizational justice, organizational trust has frequently found as an antecedent of OCB (Moorman, 1991; Chegini, 2009; Guh et al., 2013) . The relationship between organizational justice, trust and OCB has been identified as a plausible explanation for regulating the impact of organizational Justice on OCB (Konovsky and Pugh, 1994; Aryee et al,. 2002; Ertürk, 2007; Guh et al., 2013; Chhetri, 2014) .
A review of OCB studies in Syria reveals, according to best knowledge of the researcher, that no study has included organizational justice, trust and OCB in one model. Thus, the purpose of this study is to explore the impact of three types of organizational justice (distributive, procedural, and interactional) and organizational trust on OCB in a developing country context, such as Syria. Furthermore, this study aims to investigate the mediating role of organizational trust on the relations between organizational justice and OCB in the Private Banks Sector. The rest of this paper is organized as follows: Section two provides the literature review. Research hypothesis are presented in section three. Section four introduces research methodology. Section five presents discusses the empirical results. The conclusion is given in section six.
Literature review
OCB represents "individual behavior that is discretionary, not directly or explicitly recognized by the formal reward system, and in the aggregate promotes the efficient and effective functioning of the organization". It includes five dimensions: conscientiousness, sportsmanship, civic virtue, courtesy, and altruism (Organ, 1988) . These five dimensions cover such organizational behaviors as helping co-workers, following company rules, not complaining, and actively participating in organizational affairs. Conscientiousness refers to an employee performing his or her assigned tasks in a manner above what is expected. Sportsmanship as an employee's willingness to assume and carry out an extra temporary task, without complaining, may serve as an example of such behavior. Civic Virtue represents an individuals' behavior and indicates that they responsibly participate and rationally show concern about the life of the organization. Courtesy is a proactive gesture that considers consulting with other workers in the organization before acting, giving advance notice, and passing along information. Finally, Altruism is a category consisting of discretionary behaviors that aims at helping certain people in an organization with a relevant task or problem.
Most of the studies in the field of OCB have focused on the antecedents. These attempts have led to various antecedents including personality traits, characteristics of the tasks, leadership behaviors, and employee attitudes towards the job and organization (Podsakoff et al., 2000) . The concept of justice is one of the important variables in OCB (Greenberg, 1999) . Organizational justice refers to an individual's perception or evaluation of the appropriateness of some process or outcome (Cropanzano and Greenberg, 1997) . Organizational justice is concerned with the rules developed to distribute or to take decisions on distribution of acquisitions such as tasks, goods, services, rewards, punishments, wages, organizational positions, opportunities and roles among employees and societal norms that constitute the basis for these rules (Folger and Cropanzano, 1998) . However, researchers have generally agreed on three sources of organizational justice: distributive, procedural, and interactional (Cohen-Charash and Spector, 2001). Researchers have consistently found the three dimensions of organizational justice to be related, albeit differentially, to employee work-related attitudes and behaviors (Colquitt et al., 2001 ). Distributive justice describes the perceived fairness of the outcomes employees receive; it is a reflection of how valuable rewards, benefits and compensation from coordinated organizational efforts are fairly distributed among employees (Chou, 2009) . Procedural justice describes the fairness of the procedures and process used to determine those outcomes and rewards (Robbins, 2005) . Interactional justice is a unique perception of fairness in the interpersonal treatment of employees by an organization; it is the quality of treatment that the employee receives inside the workplace (Bies and Moag, 1986; Cropanzano and Greenberg, 1997) .
Many empirical studies examined the relationship between organizational justice and OCB. The findings indicate that there is significant relationship between justice perceptions and OCB (Fassina et Trust is the willingness of a party to be vulnerable to the actions of another party, based on the expectation that the other will perform a particular action important to the trustor, irrespective of the ability to monitor or control that other party (Mayer et al., 1995) . Gilbert and Tang (1998) described organizational trust as "a feeling of confidence and support in an employer, it refers to employee faith in corporate goal attainment and organizational leaders, and to the belief that ultimately, organizational action will prove beneficial for employees." They further believed that the determinants of organizational trust are: work group cohesion, friendship centrality, and receiving information through social integration and mentoring. Trust is an important factor in maintaining the exchange relationship between superiors and subordinates. Employees who feel that the organization is fair and more trustful are willing to engage in behavior that is beneficial to the organization (McCauley and Kuhnert, 1992).
Trust does not exist only as a form between individuals, but also between members and organizations (Costigan et al., 1998) . Scott (1981) developed four trust measures based on interpersonal relationships. The four categories include: trust in immediate supervisor, trust in peer group/work unit, trust in top management, and trust in the management development consultant. Tan and Tan (2000) distinguished between two main referents of trust that are namely trust in organization and trust in supervisor; and they argue that these referents are distinct but related constructs. Their study showed that although trust in supervisor was more strongly associated with variables such as ability, benevolence, and the integrity of the supervisor, trust in organization was more strongly correlated with variables such as perceived organizational support and justice.
Guh et al (2013) study showed that organizational justice influences institutional trust. Masterson et al (2000) study showed a positive meaningful relationship between organizational justice and organizational Trust. Their study indicated a strong relationship between procedural justice and organizational trust, but there was no significant relationship between distributive justice and interpersonal trust. According to Beugre (1998) , all justice dimensions have positive relations with trust because when people feel that they are fairly treated, they will tend to have confidence in the organization and their managers. The study of Frazier et al (2010) has provided support that organizational justice has a significant relationship with trust. They found also that procedural justice and interpersonal justice (a part of interactional justice) lead to the formation of trust in organization while informational justice (another part of interactional justice) leads to the formation of trust in supervisor. Aryee et al (2002) in their study found that distributive, procedural and interactional justice lead to formation of trust in organization while only interactional justice led to formation of trust in supervisor. Aboul-Ela (2014) predicted linkages between distributive, procedural, interpersonal and informational justice and employee trust. This study revealed that interpersonal justice has a more positive impact on employees' trust than informational justice. Based on the findings of (Konovsky et al., 1994) , trust has a stronger relationship with both interpersonal justice and informational justice.
Trust is an important factor in the relationship between superiors and subordinates (McCauley and Kuhnert, 1992 (Poon, 2006) . Some studies indicated a direct effect of organizational trust on OCB (Podsakoff, et al., 1990; McAllister, 1995) . Few researches, such as Guh et al (2013) , showed that there was no direct effect of trust on OCB.
Understanding organizational justice and trust is extremely important for organizations because of its relationship with OCB. Organizational justice involves the perceptions of organizational members regarding the fairness of their conditions of employment. Organizational Justice, as an antecedent to OCB was supported in similar studies (Mayer and 
Research hypothesis
According to the preceding review, the present study aims to test the following hypothesis:
H1. Organizational justice has a significant impact on OCB. H2. Organizational justice has a significant impact on organizational trust. H3. Organizational trust has a significant impact on OCB. H4. Organizational trust mediates the relationship between organizational justice and OCB.
Research methodology

Data collection and sample
Data have been collected from both primary and secondary sources. Secondary data were collected through comprehensive literature review. The primary data were collected from private banks in Syria. A total sample of 191 employees was selected from banking sector. Questionnaire related to the study variables was the main tool of this study.
Measures
The questionnaire included five sections, including organizational justice, trust, organizational citizenship behaviors, and basic demographic information. Apart from basic demographic information, a 5-point Likert scale format was used, and the scores on the scale ranges from 1=Strongly Disagree to 5= Strongly Agree.
i.
Organizational Justice Scale (OJS)
To measure organizational justice, scale developed by Niehoff and Moorman (1993) has been used in the study. The scale consists of three factors: distributive justice (5 items, reported reliability for 0.88), ii.
Organizational Trust Scale (OT):
To measure organizational trust, trust in organization scale developed by Robinson (1996) has been used in the study. The scale consists of 7 items. The scale has reported reliability for 0.94.
iii. 
Results and discussion
This study attempts to understand the relationships among organizational justice dimensions (distributive, procedural, and interactional), trust, and OCB. Table 1 displays the means and standard deviations of all variables. Table 2 presents the results of a multiple regression analysis regarding the effects of organizational justice dimensions (distributive, procedural, and interactional) and trust on OCB. = .769). Coefficients of distributive, procedural, and interactional justice are positive and significant for OCB (p<0.05). These findings indicate that banks would achieve a higher level of OCB if they develop a well policy in organizational justice (distributive, procedural, and interactional). Accordingly, the results support Hypothesis 1, which states that organizational justice (distributive, procedural, and interactional) significantly impact OCB.
Next, the direct effect of organizational trust on the dependent variable (OCB) is examined. Model 2 in table 2 is significant at the 5% level (R 2 = .833). Coefficients of organizational trust is positive and significant for OCB (p<0.05). These findings indicate that banks would achieve a higher level of OCB if they create a better climate of trust. Accordingly, the results support Hypothesis 3 which states that organizational trust significantly impact OCB. Table 3 shows the results of a multiple regression analyses of the effect of organizational justice dimensions (distributive, procedural, and interactional) on organizational trust. Model 3 in table 3 shows the impact of organizational justice (distributive, procedural, and interactional) on organizational trust. This model is significant at the 5% level (R 2 = .911). Coefficients of distributive, procedural, and interactional justice are positive and significant for organizational trust (p<0.05). These findings indicate that banks would achieve a higher level of trust if they develop a well policy in organizational justice (distributive, procedural, and interactional). Accordingly, the results support Hypothesis 2, which states that organizational justice (distributive, procedural, and interactional) significantly impact organizational trust. This study follows Baron and Kenny's (1986) procedure to analyze the mediating role of organizational trust between organizational justice dimensions (distributive, procedural, and interactional) and OCB. The first step is to examine the relationship between independent variable and the dependent variable. As model 1 in Table 2 shows, all organizational justice factors (distributive, procedural, and interactional) are significantly related to OCB. The second step is to examine the relationship between independent variable and the mediator variable. As model 3 in Table 3 shows, all organizational justice factors (distributive, procedural, and interactional) are significantly related to organizational trust. The third step is to examine the effect of the mediator, organizational trust, on the dependent variable, OCB. The results of model 2 in Table 2 indicate that, the organizational trust factor has positive and significant effects on OCB. The fourth step is to include the mediator, organizational trust, in the models to examine whether it reduces the effects of the antecedents to non-significance. As model 4 in Table 4 shows, organizational trust significantly reduces the effects of organizational justice factors (distributive, procedural, and interactional) on the dependent variable, all of them to non-significance. Thus, organizational trust plays a mediating role between organizational justice (distributive, procedural, and interactional) supporting the mediation effect in Hypothesis 4. 
Conclusion
This research, on the whole, provides valid empirical findings and demonstrates whether the organizations surveyed have created a good level of OCB due to organizational justice and trust policies and practices conducted.
From the findings, it appears that the private banks are becoming more aware of the need to understand their employees' perceptions/reactions to the organizational justice and trust. While there are obvious advantages in understanding employees' perceptions and reactions to organizational justice and trust, linking of those reactions to OCB is more important. This study provides empirical evidence of the impact of all organizational justice dimensions (distributive, procedural, and interactional) on OCB. The study demonstrates that employees' perceptions of distributive, procedural, and interactional justice positively predict employees' OCB in Syrian contexts. This result is in consistent with previous research that found all organizational justice dimensions are able to predict OCB (Fassina et However, this study is slightly different from other studies that indicated distributive and interactional justice to be significantly correlated with OCB but not procedural justice (Moorman, 1991; Niehoff and Moorman, 1993; Mohammad et al., 2010) , and procedural justice and distributive justice are related to OCB but not interactional justice (Viswesvaran and Ones, 2002; Garg and Kataria, 2013) .
Results show that organizational justice influences organizational trust. This result is in consistent with previous researches that found all organizational justice dimensions are able to predict the organizational trust (Beugre, 1998 
